Introduction
A lot of theoretical and practitioner interest has been generated by the rise of popular career models such as boundaryless (Arthur and Rousseau 1996) , protean (Hall 1976 Finally, the implementation of these career models in institutional environments with different local norms, social structures and economic context ) is likely to give rise to very diverse patterns of career development. Therefore, considering these careers in the context of Pakistan has considerable research promise. First, since HRM in the developing/emerging country context has been under-explored in management literature (Jackson 2004) , there is a need for a shift in research focus from the consideration of formal, developed and mature markets to emerging, culturally distant markets such as
Pakistan. An attempt to redress this literature gap, by considering the case of Pakistan specifically, could also offer useful insights, regarding HRM in general and managerial career development in particular, for a wider range of emerging economies which are more likely to share similarities in historical, religious, economic and political conditions (Debrah and Budhwar 2001) with Pakistan than commonly researched Western economies such as the US, the UK and Germany.
More importantly, the receptiveness of a developing country such as Pakistan, and the applicability of Western ideals in its specific societal and institutional environment, needs to be explicitly problematized in view of the institutional and cultural distance (Hofstede 1980 (Hofstede , 1991 
Individual employees' career orientations: 'new' versus traditional careers
The two most popular career models advanced in literature are the boundaryless and protean concepts that focus on the individual employee's career, encompassing his/her physical and psychological career boundaries as well as objective and subjective career goals. Hall However, subsequent research primarily envisioned boundarylessness in terms of physical inter-organizational mobility. In order to consider the often-neglected psychological boundary-crossing, individual conceptualization of careers this paper will consider Sullivan and Arthur's (2006) broader range of career boundaries, including the potential for intercountry movement. This more flexible understanding of boundarylessness will help highlight employees' perceived capacity and range for career mobility as well as the extent to which these perceptions can, and are, translated into actual physical mobility (based on MNCs' organizational reality which is explored in the following section). It is important to incorporate employees' psychological perceptions of geographical mobility in particular because researchers have argued that in an increasingly globalized economy managerial employees enact individual agency across multiple career contexts (Tams and Arthur 2010) because the boundaryless career 'has taken on new characteristics that broaden its applicability to global careers beyond the simple study of expatriates' (Thomas, Lazarova and 
Methods
To explore the career orientations of young Pakistani managers working in MNCs two American subsidiaries were chosen as case studies to highlight the institutional disparity between the home and host environments. This is an interesting research endeavour because of extensive and sustained US involvement in Pakistan and American dominance across Pakistan's political, economic and even cultural spheres of influence. However, while MNCs with the same country of origin were selected to limit home-country influences, a decision was made to choose two very different MNCs both in terms of the industry/sector and their overall managerial orientation (based on Perlmutter's (1969) classification) so that the interplay of employee, organizational and institutional factors would allow both a confirmatory and a comparative analysis. Research was conducted in an American bank (Bankco) and an agro-chemicals corporation (Chemicalco; see Table 1 ) chosen to reflect theoretical rather than statistical sampling (Yin1994) and to accommodate access concerns.
Bankco, operating in Pakistan since 1961, has been instrumental in developing new products and services, identifying new market needs and pioneering innovative technological efficiencies in the Pakistani banking sector. Chemicalco has also had a presence in Pakistan for a few decades and has over time specifically targeted the agricultural chemicals sector (producing insecticides, herbicides and fungicides) and is now one of the major market players in the Pakistani chemicals industry.
Since this research was part of a bigger project, the interviews sought to explore broader themes such as recruitment and selection, mobility and job quality (including training and compensation) to understand corporate management development in foreign MNC subsidiaries. A comparative juxtaposition of the two MNCs across these different HR policy areas (see Table 1 ) highlights some very interesting differences in HR strategy in general and organizational approach to individual employees' career development in particular. perspectives across different departments. Majority of the interviews were conducted face-toface, within workplaces. Only eight telephone interviews were conducted in Chemicalco because some of the regional managers were geographically dispersed and it was not feasible to travel for one interview to each location.
Each interviewee was at least a graduate and a permanent employee with representative interviews conducted across different hierarchical levels and different functional areas. The sample criteria led to a focus on a core group of professional, white-collar workers belonging to an elite social class, with shared educational backgrounds and social networks. Therefore, the degree of variation in career attitudes and work values was slightly restricted. Second, this group tended to be concentrated in the coveted and high-growth functional area of sales, forcing greater functional considerations such as accelerated career growth, specific skills set, and specific recruitment and selection criteria and so on. However, the focus on managerial employees can be justified because careers research has highlighted that middle-level professional employees/managers not only experience greater boundary crossing themselves but they also have to manage that experience for other employees (Granrose and Baccili 2005 ).
An inductive approach to analysis was taken by identifying overarching themes, and then 
Boundaryless and protean careers: a new dawn or still an old day?
Discussion of empirical findings will be divided into three parts. To highlight individual managers' career values and expectations, the first section will look at three broad themes: (1) the notion of increasing individual employability external to the employing organization; (2) individual responsibility for career development; and (3) the issue of international careers. In the following two sections I will consider the organizational and the societal/institutional contextual factors, respectively, to determine the extent to which these 'new' careers are influenced, inhibited and perhaps even contained by external influences.
Individual employees' career dynamics

Increasing employability external to the employing organization
Individual employees actively sought to increase their employability and marketability in the ILMs and ELMs through building personal and professional contacts within the overall industry; in line with Arthur and Rousseau's (1996) conceptualization of careers as valid and marketable outside the organization, and sustained by external networks. For instance, a personal banker at Bankco asserted that personal connections within and outside the banking industry helped every step of the way while a branch banking executive revealed that his portfolio of clients '80% is yes … because of personal references and the rest are all those firms we had in our corporate portfolio and they were automatically transferred to me (by the bank)'. Employees felt that actively networking, both within and outside the organization, was instrumental not only with regards to their immediate performance evaluation, but also for their general know-how of the markets and its major players. Establishing contacts in itself is in line with the Pakistani societal practice of forming informal trust relations (particularly when endorsed by the social/family circle) but the end goal of increasing individual employability through these contacts is an interesting development.
A second sub-theme in relation to enhanced employability involved a well-developed employee awareness of the specific career advantages (present and future) accruing from work experience in these well-known MNCs. A lot of employees had purposefully sought work in these particular organizations to be associated with their 'brand name' in national and international labour markets. For instance, a relationship manager at Bankco argued that: the brand name naturally counts for a lot … when people find out you are from Bankco they take notice … because Bankco has a major influence on the industry … there's a saying that there are only two kinds of bankers there are Bankco bankers and then there are ex-Bankco bankers.
Enhancing employability external to the organization was also evident in the training needs of the employees (see Table 1 ). For instance, an assistant brand manager at Chemicalco argued that on-the-job training in the organization was very high and created a highly transferable skills set that 'I guess you can use … anywhere … I would feel obviously a lot more confident now if I was to join another organization … because these were things I didn't know before I joined Chemicalco … that's an asset'. Several employees frequently referred to Bankco as a 'learning organization' and had made the conscious decision to work there (surprisingly despite lower financial rewards compared to local banks) because of the significant learning and training opportunities it offered. However, it was interesting to note that formal, organization specific, training on product/service information was less valued by the employees than general, informal or on-the-job training (ranging from time management to building and maintaining client relationships). This fits in with the 'new' careers approach whereby employees prefer training that would contribute directly to their personal development and so positively enhance overall career development and career opportunities.
Individual responsibility for career development
A second interesting issue pertaining to employees' career dynamics dealt with the increased focus on individual responsibility for career development. This was directly at odds with the more traditional, well-defined career ladders historically offered by employers ( Several respondents discussed how they had not taken up good job offers in other organizations because there was still a lot to learn in their current organizations, how they had moved between different sectors in the past based on sector growth, and how they would actively look for opportunities abroad when they felt 'the time is right'.
Mobility and international careers
Based on the more flexible definition of boundaryless careers, a pertinent career issue in the context of MNCs would be international mobility (see Table 1 ). In Bankco, employees had a mixed attitude to international opportunities; they were aware that their organizational career development was likely to be limited to Pakistan and that the current financial conditions made it realistically even more difficult to have access to international opportunities in Bankco operations abroad. For instance, one employee argued that even though short-term visits were a likelihood, however, 'with regards to my current work it would probably finish at the national level'. However, they still had optimistic expectations of an eventual international career, i.e. high psychological mobility, as a result of their work experience in Bankco.
In Chemicalco a more formal policy of international exposure across the organization's worldwide operations was observable for employees at all levels. Frequent workshops/conferences were held abroad where employees from across the region met for training and planning purposes. Similarly, there was ample opportunity to make visits to other subsidiaries for the purposes of greater interaction and cooperation, observation, learning and skills development. From an employee perspective international exposure was not only seen as a conduit to an eventual international assignment within the organization, but Table 1 ). This was a significant issue because in both organizations upward mobility, and the pace of overall career progression, was tacitly tied to the functional department. For instance, in Bankco, branch banking and sales was seen as the fastest career path offered by the organization. A management trainee interviewed in Bankco, who had not made the decision of which department he eventually wanted to settle into, was very aware that: it depends on the department … the growth Bankco has in sales … no other bank comes near it by far … you can be a VP (Vice President) in 4-5 years time having started as a contractual employee… Therefore, while employees were responsible for their career development the organizations' structural, departmental set-ups were responsible for limiting the overall scope of these individually determined careers. Individual employees' movement out of their employing organizations was sometimes easier than negotiating a cross-departmental shift.
In expanding on this issue of mobility and linking it specifically to international careers, the significance of several organizational determinants became evident. While employees in both organizations were equally keen to have international careers, the possibility of realizing this form of mobility within their employing organization was dependent on the organizational structure and strategic orientation of the subsidiary. Bankco Pakistan favoured a polycentric orientation (Perlmutter 1969 ) and this structural set-up (which one branch manager described as: 'Pakistan is a very small part of Bankco group all over the world') meant that the ILM for its employees was restricted to Pakistan alone and international career opportunities in international subsidiaries were rare. Chemicalco Pakistan, on the other hand, had a more geocentric profile and seemed one of several international sub-units that was neither centralized nor completely decentralized, for as the regional HR manager observed:
there are certain I think company driven corporate policies and philosophies … irrespective of where you are (they) trump … then there's another slew of policies which is more driven by the country laws and the country requirements … so they both run kind of in parallel. Pakistani employees were dealing with a larger market, generating significant revenues for the MNC and therefore, enjoyed a higher status within the company's global concerns, they were serious contenders for global expatriate positions. Thus, while employees' desire to achieve increased mobility through international careers was consistent across both organizations, the ability to realize these aspirations was constrained by Pakistan's overall business environment and its impact on the MNCs operational set-up and size.
Several societal influences on career attitudes were also evident. Khilji in Pakistan we would rather have our leg cut than fire someone … culture … nothing to do with the person … I would fight tooth and nail if anybody comes and even talks about it … people would rather not fire … they will probably get him a job somewhere else rather than fire… Finally, despite individual employees exhibiting distinct tendencies to forge individual, mobile, boundaryless, subjectively determined careers, this process was ultimately negotiated within a very specific social set-up. Khilji's (2001 Khilji's ( , 2003a Khilji's ( ,b, 2004 ) research on Pakistan has underlined the prevailing and pervasive class distinctions, the disparity between the elite and the non-elite, and the impact of this elitism on organizations. My own research also highlighted elements of Pakistan's elitist culture (see Table 1 ). At the organizational level, there was an implicit preference for business graduates from either the country's top business schools or with foreign qualifications, and prior relevant work experience in an MNC. While these recruitment and selection criteria were classified as ideal characteristics in potential candidates, they serve to highlight the underlying desire to recruit candidates belonging to a specific social stratum. 
